Corning Community College and Professional Educators of Corning Community College (PECCC), (2004) by unknown
 
NYS PERB Contract Collection – Metadata Header 
 
This contract is provided by the Martin P. Catherwood Library, ILR School,  
Cornell University.  The information provided is for noncommercial educational use only.   
 
Some variations from the original paper document may have occurred during the 
digitization process, and some appendices or tables may be absent.  Subsequent 
changes, revisions, and corrections may apply to this document. 
 
For more information about the PERB Contract Collection, see 
http://digitalcommons.ilr.cornell.edu/perbcontracts/ 
 
Or contact us: 
Catherwood Library, Ives Hall, Cornell University, Ithaca, NY 14853 
607-254-5370    ilrref@cornell.edu 
 
 
Contract Database Metadata Elements   
 
Title: Corning Community College and Professional Educators of Corning 
Community College (PECCC), (2004) 
 
Employer Name: Corning Community College 
 
Union: Professional Educators of Corning Community College (PECCC) 
 
Local:   
 
Effective Date: 09/01/04 
 
Expiration Date: 08/31/07 
 
PERB ID Number: 9078 
 
Unit Size: 99 
 
Number of Pages: 48 
 
 
 
For additional research information and assistance, please visit the Research page of 
the Catherwood website - http://www.ilr.cornell.edu/library/research/ 
 
For additional information on the ILR School - http://www.ilr.cornell.edu/ 
TA/9078 
AGREEMENT 
                     
 
 
 
 
September 1, 2004 - August 31, 2007 
 
  
 
By and Between 
 
 
the 
 
CORNING COMMUNITY COLLEGE (hereinafter referred to as the "College") 
 
and the 
 
PROFESSIONAL EDUCATORS OF CORNING COMMUNITY COLLEGE  
(hereinafter referred to as the "PECCC") 
 
 
 
 
 
 
 
 
RECEIVED 7/12/05 
 
 
 
2 of 48 
1 SAVINGS CLAUSE .................................................................................................................. 5 
2 MANAGEMENT RIGHTS........................................................................................................ 5 
3 RECOGNITION CLAUSE ........................................................................................................ 5 
3.1 SCOPE.................................................................................................................................... 5 
3.2 DUES ..................................................................................................................................... 6 
3.2.1 Agency Shop Fees.......................................................................................................... 6 
3.3 MEETING TIMES .................................................................................................................... 6 
3.4 USE OF FACILITIES................................................................................................................. 6 
3.5 PRESIDENT’S RELEASE TIME ................................................................................................. 7 
3.6 DISTRIBUTION ....................................................................................................................... 7 
4 APPOINTMENTS...................................................................................................................... 7 
4.1 TYPES OF APPOINTMENT ....................................................................................................... 7 
4.1.1 Tenure-Track.................................................................................................................. 7 
4.1.2 Non Tenure-Track.......................................................................................................... 7 
4.2 FACULTY RESPONSIBILITIES .................................................................................................. 7 
4.3 WORK YEAR.......................................................................................................................... 8 
4.3.1 Non Tenure-Track.......................................................................................................... 8 
4.4 WORK DAY ........................................................................................................................... 8 
4.5 WORK WEEK ......................................................................................................................... 8 
4.6 PRIMARY EMPLOYMENT ........................................................................................................ 9 
5 LOAD.......................................................................................................................................... 9 
5.1 REGULAR LOAD..................................................................................................................... 9 
5.1.1 Team Teaching............................................................................................................. 10 
5.2 OTHER FACULTY RESPONSIBILITIES .................................................................................... 10 
5.3 RELEASE TIME..................................................................................................................... 10 
5.3.1 New Faculty ................................................................................................................. 11 
5.3.2 ACE Liaisons ............................................................................................................... 11 
5.4 REDUCED LOAD................................................................................................................... 11 
5.5 OVERLOAD .......................................................................................................................... 12 
5.5.1 Curriculum Development............................................................................................. 12 
5.5.2 Substitutes .................................................................................................................... 12 
5.6 OTHER COMPENSATION....................................................................................................... 12 
5.6.1 Challenge Exams.......................................................................................................... 13 
5.6.2 Summer Courses .......................................................................................................... 13 
5.7 MISCELLANEOUS ................................................................................................................. 13 
5.7.1 Course Section Caps .................................................................................................... 13 
5.7.2 Limit on teaching by non-PECCC personnel............................................................... 13 
6 SALARY .................................................................................................................................. 13 
6.1 MINIMUM SALARY .............................................................................................................. 13 
 
 
3 of 48 
6.2 SALARY INCREASES............................................................................................................. 14 
6.3 PAY PROCEDURE ................................................................................................................. 14 
7 EMPLOYEE BENEFITS ......................................................................................................... 15 
7.1 RETIREMENT PLANS ............................................................................................................ 15 
7.2 SUPPLEMENTAL RETIREMENT PROGRAMS ........................................................................... 15 
7.3 RETIREMENT INCENTIVE...................................................................................................... 15 
7.4 OTHER RETIREMENT BENEFITS ........................................................................................... 16 
7.5 HEALTH INSURANCE............................................................................................................ 16 
7.5.1 Continuation of Health Insurance for Dependents of Deceased Employees ............... 17 
7.5.2 Continuation of Health Insurance During Disability...................................................... 17 
7.6 DENTAL/OPTICAL PLANS..................................................................................................... 17 
7.7 BEST FLEX........................................................................................................................... 18 
7.8 LONG TERM DISABILITY INSURANCE .................................................................................. 18 
7.9 LIFE INSURANCE.................................................................................................................. 18 
7.10 TRAVEL AND ACCIDENT INSURANCE ................................................................................. 18 
7.11 FACULTY TUITION BENEFIT............................................................................................... 18 
7.12 DEPENDENT TUITION BENEFIT .......................................................................................... 19 
7.13 EMPLOYEE ASSISTANCE PROGRAM (EAP) ........................................................................ 20 
7.14 SPECIAL RECOGNITION...................................................................................................... 20 
8 LEAVES OF ABSENCE.......................................................................................................... 20 
8.1 PERSONAL LEAVE................................................................................................................ 20 
8.2 SICK LEAVE......................................................................................................................... 21 
8.2.1 Use of Sick Leave ........................................................................................................ 21 
8.2.2 Extended Illness ........................................................................................................... 21 
8.2.3 Voluntary Donation of Sick Leave .............................................................................. 22 
8.3 ABSENCE FOR WORK-RELATED INJURY OR ILLNESS ........................................................... 23 
8.4 BEREAVEMENT LEAVE AND OTHER UNUSUAL CONDITIONS................................................ 23 
8.5 LEAVE FOR JURY DUTY OR COURT ATTENDANCE ............................................................... 23 
8.6 LEAVE OF ABSENCE WITHOUT PAY..................................................................................... 23 
8.7 ADMINISTRATIVE LEAVE..................................................................................................... 24 
8.8 MILITARY LEAVE ................................................................................................................ 24 
9 SABBATICAL LEAVE ........................................................................................................... 25 
9.1 ELIGIBILITY REQUIREMENTS ............................................................................................... 25 
9.2 RE-ENTRY OBLIGATIONS ..................................................................................................... 25 
9.3 SABBATICAL APPLICATION PROCEDURES............................................................................ 26 
9.4 SABBATICAL CRITERIA........................................................................................................ 26 
9.5 SABBATICAL CONDITIONS ................................................................................................... 27 
10 FACULTY EVALUATIONS................................................................................................. 27 
10.1 SELF-EVALUATION/ANNUAL REPORT ................................................................................ 27 
10.2 STUDENT EVALUATION ..................................................................................................... 28 
 
 
4 of 48 
10.3 CLASSROOM OBSERVATIONS............................................................................................. 28 
11 PROMOTIONS ...................................................................................................................... 28 
11.1 GENERAL CRITERIA FOR PROMOTIONS FOR TENURE-TRACK FACULTY ............................. 29 
11.2 PROMOTIONAL STIPEND .................................................................................................... 30 
12 TENURE................................................................................................................................. 31 
12.1 PROBATIONARY PERIOD: ................................................................................................... 31 
12.2 AWARDING OF TENURE: .................................................................................................... 31 
12.3 CLASSROOM PERFORMANCE CRITERIA.............................................................................. 32 
12.4 PROFESSIONAL ACTIVITIES AND GROWTH CRITERIA......................................................... 32 
12.5 COLLEGE SERVICE CRITERIA............................................................................................. 32 
12.6 COMMUNITY SERVICE CRITERIA ....................................................................................... 33 
13 ACADEMIC FREEDOM....................................................................................................... 34 
14 DISCIPLINE AND DISMISSAL ............................................................................................ 34 
15 GRIEVANCE ......................................................................................................................... 35 
15.1 DEFINITIONS...................................................................................................................... 35 
15.2 PROCEDURAL STEPS .......................................................................................................... 35 
15.3 TIME LIMITS ...................................................................................................................... 37 
15.4 ARBITRATION PANEL.......................................................................................................... 37 
16 FACULTY RESIGNATION.................................................................................................. 37 
17 REDUCTION IN TENURED FACULTY............................................................................. 38 
17.1 LIST OF DISCIPLINES.......................................................................................................... 39 
18 PERSONNEL FILES.............................................................................................................. 39 
19 LEGISLATIVE ACTION ...................................................................................................... 40 
20 DURATION OF AGREEMENT............................................................................................ 40 
21 APPENDIX............................................................................................................................. 41 
21.1 FAMILY AND MEDICAL LEAVE ACT POLICY...................................................................... 41 
21.2 NO SMOKING POLICY ........................................................................................................ 43 
21.3 AFFIRMATIVE ACTION POLICY .......................................................................................... 43 
21.4 PROCEDURE FOR SUBMITTING COMPLAINTS OF DISCRIMINATION, INCLUDING HARASSMENT 
AND PROGRAM ACCESSIBILITY................................................................................................... 45 
 
 
 
5 of 48 
 
1 Savings Clause 
 
If any provision of this Agreement or any application of this Agreement shall be found contrary 
to the law, then such provision or application shall not be deemed valid and subsisting except to 
the extent permitted by law, but all other provisions shall continue in full force and effect.  The 
parties agree to negotiate, if appropriate, a substitute for the invalidated provision. 
 
 
2 Management Rights 
 
All of the rights, powers, and authority that have not been specifically abridged, terminated or 
modified by this Agreement, are recognized by the PECCC as being retained by the College.  
The management rights reserved by this Section are not subject to grievance, unless in the 
exercise of said rights the College has violated a specific term or provision of this Agreement. 
 
 
3 Recognition Clause 
 
The College recognizes the PECCC as the lawfully designated exclusive representative of 
employees of the College for the purposes of collective negotiations in a unit including all full-
time teaching faculty whose teaching workload consists of at least 7.5 Credit Hour Equivalents 
for the Fall semester, as determined on the first day of classes of the Fall semester.  PECCC 
members on sabbatical or paid leave, other than Administrative Leave, as defined in section 8.7 
of this Agreement, remain members of the PECCC during their leave.  For the purposes of this 
Agreement, “Faculty” will be defined as members of the PECCC. 
 
3.1 Scope 
 
This Agreement constitutes the entire agreement and understanding between the College and the 
PECCC.  During the life of this Agreement, neither the College nor the PECCC will be 
obligated to collectively negotiate with respect to any subject or matter referred to or covered in 
it, or with respect to any subject or matter not specifically covered in it. 
 
This Agreement may be amended or supplemented only by further written agreement by both 
parties.  A party desiring amendment or supplement will notify the other party in writing, stating 
the substance of the desired amendment or supplement, but the other party will not be obligated 
to discuss or agree to such proposed amendment or supplement.  Any mutually agreed to 
amendments or supplements will become effective as part of this Agreement upon being 
reduced to writing and properly executed by the authorized representatives of the parties.  
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A Faculty/Administration committee will be created upon the ratification of this Agreement.  
The committee will be composed of three members of the PECCC, appointed by the President 
of the PECCC, and three members of the College administration, appointed by the President of 
the College.  The committee shall meet at the request of either party for the purposes of 
considering matters of mutual concern. 
 
This Agreement and its component provisions are subordinate to any present or future federal or 
New York State laws and regulations.  If any federal or New York State law or regulation, or 
the final decision of any federal or New York State court or administrative agency affects any 
provision of the Agreement, each such provision will be deemed amended to the extent 
necessary to comply with such law, regulation, or decision, but otherwise, this Agreement will 
not be affected. 
 
3.2 Dues 
 
The College will deduct from the pay of each PECCC member from whom it receives written 
authorization, on a form to be provided by the PECCC, such amount for membership dues as the 
PECCC specifies in writing to the College.  The College will forward such dues to the Treasurer 
of the PECCC on a monthly basis.  Such deductions shall be made from the first two payrolls of 
each month, which is twenty (20) pay periods for faculty who are paid over 10 months and 
twenty-four (24) pay periods for faculty who are paid over 12 months.   
 
3.2.1 Agency Shop Fees 
 
Any present or future faculty represented by the PECCC, who are not members of the PECCC 
and who do not make application for membership within thirty (30) days after mutual 
ratification of this Agreement, or who do not become members of the PECCC within thirty (30) 
days of their hire date, will have an amount deducted from their pay which is equal to the 
membership dues levied by the PECCC.  The College will make such deductions on the same 
procedural basis as for dues deduction as specified in Subsection 3.2 Dues, of this section.  The 
PECCC must establish and maintain a procedure providing for the refund to any faculty 
demanding the return of any part of the agency shop fee deduction, as required by law. 
 
3.3 Meeting Times 
 
Prior to the start of each semester, the President of the College and the President of the PECCC, 
or their designees, will agree on and set aside meeting times and locations for PECCC meetings 
to be held.  Such meetings will be held within the work days of the semester, and at such times 
that governance activities and divisional meetings are not scheduled. 
 
3.4 Use of Facilities 
 
The PECCC will be permitted to conduct business on College premises at any reasonable time, 
provided such business does not interfere with instruction or other College operations. 
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The PECCC will be permitted to use College facilities, such as email, interdepartmental mail, 
telephones, copy machines, and bulletin boards, to conduct business, at reasonable times, 
provided such use does not interfere with College operations.  The PECCC will reimburse the 
College for any costs incurred for such usage. 
 
3.5 President’s Release Time 
 
The President of the PECCC will be granted a three (3) Credit Hour Equivalent Release Time 
per semester.  The PECCC will reimburse the College at the rate of $750, per Credit Hour 
Equivalent, at the end of each semester. 
 
3.6 Distribution 
 
The College will provide the PECCC with two (2) executed copies of this Agreement.  The 
College and the PECCC agree to share the costs of duplicating additional copies of this 
Agreement for distribution to members of the bargaining unit and the College Administration, 
no later than thirty (30) calendar days after ratification by both parties. 
 
 
4 Appointments 
 
4.1 Types of Appointment 
4.1.1 Tenure-Track  
 
Faculty appointed on a full-time basis in positions designated as tenure-track will be identified 
as Instructors, Assistant Professors, Associate Professors, or Professors.  
 
4.1.2 Non Tenure-Track  
 
Faculty appointed on a full-time basis in positions that are not tenure-track will be identified as 
Visiting Instructors, Visiting Assistant Professors, Visiting Associate Professors, or Visiting 
Professors. 
 
4.2 Faculty Responsibilities 
Faculty are required to teach a Regular Load as defined in Section 5, Load. 
 
Faculty will maintain student academic records and will submit census reports, grades, and 
course syllabi as directed by the College.  Faculty will hold office hours at the convenience of 
students, participate in college governance and serve on committees. 
 
Other responsibilities are: 
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• Curriculum development 
• Division meetings 
• Division-wide year-end report 
• Faculty annual report/annual evaluation 
• Program review 
• Professional development 
• Student advisement 
• Additional responsibilities, as mutually agreed to by the parties as being just and              
reasonable, and having an obvious relationship to the faculty position 
 
4.3 Work Year 
The work year begins on the Fall startup day, which is one business day prior to the start of the 
Fall semester, and concludes 10 months later. 
 
The work year consists of: 
 
• Fall and Spring academic semesters 
• A startup day in each of the Fall and the Spring semesters 
• Commencement, and one meeting day prior to commencement  
• Additional days, as necessary, for faculty to meet the responsibilities described in 
section 4.2 Faculty Responsibilities 
 
4.3.1 Non Tenure-Track 
 
Non tenure-track positions are temporary appointments and have fixed beginning and ending 
dates that fall within the work year defined in Section 4.3, Work Year. 
 
4.4 Work Day 
 
Faculty may be assigned classes, within Regular Load, daily between eight (8) a.m. and four-
thirty (4:30) p.m.  Faculty may be assigned classes that begin before 8 a.m. or that end after 4:30 
p.m., if such classes overlap these hours.  Faculty may also be assigned classes outside of these 
timeframes if required to teach a Regular Load, as defined in Section 5, Load. 
 
Faculty teaching schedules shall not exceed an eight and a half (8.5) clock-hour span during any 
one workday without the faculty’s consent, unless as required to teach Regular Load, as defined 
in Section 5, Load. 
 
4.5 Work Week 
 
The work week will be Monday through Friday, unless as required to meet Regular Load, as 
defined in Section 5, Load. 
 
4.6 Primary Employment 
 
Employment at the College shall be considered the primary employment of all faculty who shall 
limit outside activities so as not to impair his/her effectiveness. 
 
5 Load 
 
5.1 Regular Load 
 
During the academic year, faculty are required to teach a Regular Load of thirty (30) Credit 
Hour Equivalents, exclusive of Overload.  Credit Hour Equivalents will be computed as follows: 
 
Lecture Credit Hours x Course Section Factor + 
(Lab Contact Hours / 1.1) x Course Section Factor = Credit Hour Equivalents 
 
The Course Section Factor will be determined based on the number of students registered in a 
given section at the census point of the Fall and Spring semesters, in accord with the following: 
 
 # of Students per 
Course Section
Course Section 
Factor
1 .25
2-3 .50
4-5 .75
6-35 1.00
36-44 1.50
45-52 1.75
53-61 2.00
62-70 2.25
71-79 2.50
80-88 2.75
89-97 3.00
98-105 3.25
106-114 3.50
115-123 3.75
124-132 4.00
133-140 4.25
141-149 4.50
150-158 4.75
> 158 5.00
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Efforts will be made to assign faculty 15 Credit Hour Equivalents in the Fall and in the Spring.  
Faculty who do not meet the Regular Load requirement may be assigned administrative duties 
and/or non-credit course offerings at the discretion of the College. 
 
5.1.1 Team Teaching 
 
Credit Hour Equivalents for team taught course sections will be prorated for each faculty 
member, in accord with the percentage taught by such faculty member, as determined by the 
Division Chair responsible for the course. 
 
5.2 Other Faculty Responsibilities 
 
Faculty are expected to develop curriculum to maintain and improve existing programs.  
 
Faculty will hold office hours at the convenience of students.  Faculty are expected to provide 
advising opportunities for assigned advisees.  Efforts will be made to assign faculty no more 
than 30 advisees.   
 
Faculty will participate in college governance and serve on committees, as assigned.  Efforts 
will be made to ensure that faculty have no more than 3 committee assignments, unless by 
mutual consent. 
 
Faculty will participate in Division meetings during the academic semesters.   
 
Efforts will be made to ensure faculty are assigned no more than 3 preparations per semester.   
 
Faculty will provide input to assist in developing the Master Schedule.  Faculty will have 
preference in selecting teaching assignments for the Fall and Spring semesters, until the start of 
classes for each semester. 
 
5.3 Release Time 
 
Release Time is for non-unit, administrative duties and will be offered at the discretion of the 
College.  Faculty are not required to accept such duties, unless as required to meet Regular Load 
as stated in Subsection 5.1 Regular Load of this section.  The College will determine job 
descriptions and appropriate release Credit Hour Equivalent compensation for these 
administrative functions and will make such available in the Human Resources Office and with 
Division Chairs. 
  
Release Time assignments apply toward the Regular Load requirement defined in Subsection 
5.1 Regular Load of this section, by the Release Time Credit Hour Equivalent. 
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5.3.1 New Faculty 
 
New faculty will be given 3 Credit Hour Equivalents of Release Time in their first semester of 
employment, to allow for participation in mandated orientation sessions.  New faculty are not 
eligible for Overload during their first semester.  New faculty are not required to serve on 
committees in their first year.  New faculty will not be assigned advisees in their first year. 
 
5.3.2 ACE Liaisons 
 
Accelerated College Education (ACE) Liaisons perform duties that are recognized as non-unit 
work.  Faculty who accept positions as ACE Liaisons will receive .4 Credit Hour Equivalents of 
Release Time for each ACE class they supervise, up to a maximum of six (6) Credit Hour 
Equivalents of Release Time in any single semester.  If a class covers two semesters, then the 
ACE Liaison will receive .4 Credit Hour Equivalents of Release Time per semester for that 
course.  If the same class is being offered in multiple sections at the same school, by the same 
teacher, during the same semester, the ACE Liaison will receive .4 Credit Hour Equivalents of 
Release Time for covering all sections of the class. 
 
 
5.4 Reduced Load 
 
Upon consent of the Regional Board of Trustees, faculty may be approved to reduce their 
teaching load prior to retirement.  Faculty who are age 55 or older and have completed fifteen 
(15) or more years of full-time service and have set their retirement date within two years of the 
scheduled reduction in teaching load, are eligible to apply for such reduction in teaching load 
and retirement.  Reduction in teaching load will effect a proportionate reduction in salary, made 
in accordance with the salary being received at the time the request is made and will be in 
accordance with the following scale: 
     
Credit Hours/Semester Salary 
12 80% 
9 60% 
 
Requests for a reduction in teaching load and retirement must be made at least two months prior to 
the semester that the reduced load is planned.  Once the reduction in teaching load and retirement 
has been approved, it is irrevocable.  Retirement must take place within two years of the scheduled 
reduction in teaching load. 
 
Prior to retirement, faculty approved for a reduction in teaching load may participate in medical 
insurance coverage, with the College paying that portion of the premium as outlined in Section 7 
Employee Benefits, Subsection 7.5 Health Insurance, as well as group life insurance and long term 
disability coverage.  Faculty approved for a reduction in teaching load will not be eligible for 
Release Time or Overload, but will be eligible for future salary increases, as negotiated. 
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5.5 Overload   
 
Teaching load beyond 15 Credit Hour Equivalents in the Fall and/or in the Spring will be 
designated as Overload, unless required to meet the Regular Load of 30 Credit Hour Equivalents 
for the academic year.  Faculty are permitted to teach up to six (6) Credit Hour Equivalents per 
semester in excess of their full-time assigned load.  Overloads in excess of six (6) Credit Hour 
Equivalents require the prior approval of the Vice President and Dean of Academic Affairs.   
 
Overload will be determined at the census point of each semester.  Faculty will be compensated 
at the applicable Overload Rate times the number of Credit Hour Equivalents of Overload 
taught, with payment spread throughout the balance of the semester. 
 
 Instructor/
Visiting 
Instructor
Assistant 
Professor/
Visiting 
Assistant 
Professor
Associate 
Professor/ 
Visiting 
Associate 
Professor 
Professor/
Visiting 
Professor
Overload rate per 
Credit Hour Equivalent 
$713 $725 $737 $748
 
If a faculty member receiving a Fall Overload payment carries, except by special arrangement, a 
Spring load so light that his/her annual load falls below 30 Credit Hour Equivalents, excluding 
his/her Fall Overload, then payroll adjustments will be made during the Spring semester to 
insure that, for the year as a whole, Overload payment is made only for total Credit Hour 
Equivalents in excess of the Regular Load requirement. 
 
5.5.1 Curriculum Development 
 
Faculty will receive Credit Hour Equivalents at the Overload rate for new courses developed for 
new programs. 
 
5.5.2 Substitutes 
 
Faculty will receive pro-rata Credit Hour Equivalents, at the Overload rate, for substituting in 
courses assigned to other faculty.  Such prorated Credit Hour Equivalents will be computed for 
faculty only after having substituted for at least 20% of the course duration. 
 
5.6 Other Compensation 
 
Nothing in this Agreement is intended to limit the ability of the faculty to perform other duties, 
which are not itemized in this Agreement, and for which the College reserves the right to pay 
additional compensation. 
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5.6.1 Challenge Exams 
 
Faculty will receive $40 for each Challenge Exam completed and graded. 
 
5.6.2 Summer Courses 
 
Summer courses are recognized as being non-unit work.  Faculty who wish to teach Summer 
courses will have preference in selecting such teaching assignments, until the start of Summer 
courses.  Faculty will be compensated at the College’s adjunct rate of pay, as it exists at the time 
Summer courses are offered, times the number of Credit Hour Equivalents taught. 
 
5.7 Miscellaneous 
5.7.1 Course Section Caps 
 
Course section caps will be set such that they are pedagogically sound and promote student 
success. 
 
5.7.2 Limit on teaching by non-PECCC personnel  
 
A part-time employee may teach no more than 12 Credit Hour Equivalents per semester.  A full-
time, non-faculty College employee may teach no more than 6 Credit Hour Equivalents per 
semester, above and beyond any assigned teaching load required as part of their regular job 
duties. 
 
 
6 Salary 
 
6.1 Minimum Salary 
 
The minimum base salary will be set as follows: 
 
Rank Minimum Salary 
Instructor/Visiting Instructor 35,000 
Assistant Professor/Visiting Assistant Professor 38,000 
Associate Professor/Visiting Associate Professor 42,000 
Professor/Visiting Professor 47,000 
 
A faculty member's base salary will be set no lower than the Minimum Salary for their rank. 
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6.2 Salary Increases 
 
The faculty will receive a salary increase of 1.9%, for the academic year 2004-2005, effective 
September 1, 2004, which will be applied to their final base salary for the 2003-2004 academic 
year. 
 
The faculty will receive a salary increase of 1.0%, for the Spring 2005 semester, effective 
January 24, 2005, which will be applied to their September 1, 2004 base salary. 
 
The faculty will receive a salary increase of the January 31, 2005 CPI for all urban consumers 
plus 1%, not to be lower than 2% nor to exceed 4%, for the academic year 2005-2006, effective 
September 1, 2005, which will be applied to their final base salary for the 2004-2005 academic 
year. 
 
The faculty will receive a salary increase of the January 31, 2006 CPI for all urban consumers 
plus 1%, not to be lower than 2% nor to exceed 4%, for the academic year 2006-2007, effective 
September 1, 2006, which will be applied to their final base salary for the 2005-2006 academic 
year. 
 
6.3 Pay Procedure 
 
Faculty will be paid bi-weekly on Fridays for the number of days worked in each pay period.  The 
President of the College will develop time reporting and payroll processing procedures for faculty. 
 
Any annual salary increases granted by this Agreement will be applicable to faculty who have been 
employed by the College during the entire previous academic year.  For faculty with less than a 
year's service, these increases will be pro-rated according to the number of months of employment: 
i.e., a ten-month faculty on the payroll for six months the preceding year will receive 6/10 of the 
annual increase.  
 
Faculty have the option of receiving their annual salary over 10 or 12 months.  Forms to make this 
election are available in the Human Resources Office and must be submitted prior to the start of an 
academic year.  Once an election is made, faculty may not change this option for one academic 
year. 
 
Those who elect the 10 month option will have their salary distributed between September 1 and 
June 30 of each year.   Those who elect the 12 month option will have their salary distributed 
between September 1 and August 31 of each year. 
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7 Employee Benefits 
 
Faculty will be eligible to receive employee benefits offered by the College.   Application of 
discretionary and statutory benefits will be in accordance with this Agreement and federal and 
state law.  New faculty will receive an explanation of their benefits at the time of hiring and all 
faculty will receive an annual benefits statement. Further details about any of these benefits are 
available from the Human Resources Office. All employee benefits are subject to the terms of 
the official plan documents or insurance policies.  
 
7.1 Retirement Plans  
 
Corning Community College participates in the New York State Employees’ Retirement System 
(ERS), the New York State Teachers' Retirement System (TRS), and the Optional Retirement 
Program (ORP).  There are currently four investment management companies approved under 
ORP: ING, MetLife, TIAA-CREF, and VALIC/AIG.   
 
SUNY requires all full-time faculty to participate in one of these three retirement plans.  Faculty 
members must make an election of a retirement plan within 30 days of the effective date of 
appointment.  Failure to make a timely election will require the faculty member to join TRS. 
Once participation in one of these plans begins, the faculty member may not change to a 
different plan.  
 
Faculty who join any of these retirement plans after 1976 must contribute three percent of their 
salary to the retirement plan selected. Contributions from ERS/TRS participants are only 
required for the first ten years of membership.  
 
7.2 Supplemental Retirement Programs  
 
Faculty members may elect to participate in SUNY’s Tax Deferred Plan and/or the New York 
State Deferred Compensation Plan.  Under the Tax Deferred Plan, participants may choose from 
a variety of  SUNY-approved investment management companies to which their pre-tax 
contributions may be made.  A variety of investment options is also available under the New 
York State Deferred Compensation Plan.  
 
7.3 Retirement Incentive 
 
Faculty who retire from the College at age 60 or older and who have completed 20 or more 
years of full–time, continuous service are eligible to receive a retirement incentive.  Such 
incentive shall be 50% of their base salary for the current year of employment.  To qualify, 
faculty must make a written, irrevocable application for such incentive to the Director of Human 
Resources within 90 days of the date of ratification of this Agreement by the PECCC and the 
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Regional Board of Trustees.   Retirement must occur no later than the last day of the next full 
academic semester.  Faculty must complete all obligations of employment prior to retirement. 
 
7.4 Other Retirement Benefits 
 
With the approval of the Regional Board of Trustees, faculty who retire at age fifty five (55) or 
older and have completed a minimum of 15 years of continuous full-time service with the 
College (including time spent on sabbatical leave) will be eligible for the following benefits.   
a. Health Insurance - Retirees and their eligible dependents will be eligible for 
individual or family coverage between the ages of 55 and 65 with the College paying 
that portion of the premium, as outlined in Subsection 7.5 Health Insurance.   Once 
retirees or their eligible dependents become eligible for Medicare they will no longer be 
able to continue in the College supported employee health insurance program.   At age 
65, they will be eligible to participate in the College-sponsored senior care program by 
paying 100 percent of the full premium.   The College will bill retirees for the senior 
care program premiums on a monthly basis.  
Upon the death of the eligible retiree, the surviving spouse and/or other dependents may 
continue coverage with the College paying that portion of the premium as outlined in 
Subsection 7.5 Health Insurance until the surviving spouse attains age 65.  Once the 
surviving spouse attains age 65, he/she will be eligible to participate in the College-
sponsored senior care program by paying 100 percent of the full premium.  Any other 
dependents that do not exceed the maximum age of eligibility at the time that the 
surviving spouse attains age 65 may continue coverage under the provisions of COBRA.  
 
b. Tuition benefits, as described in Sections 7.11 and 7.12 
c. Use of the College library. 
d. Use of the faculty/staff dining room. 
e. Retention on the College mailing list. 
f. Use of a College email account. 
g. Attendance at College social functions. 
 
7.5 Health Insurance  
 
Faculty may choose to participate in a College-sponsored health insurance plan.  The College 
will pay 80% of the total premium rate, with faculty paying the remaining 20%.  New premium 
rates are established each fiscal year.  Coverage begins on the participant's hire date and is 
discontinued based on the date of the faculty's termination.  Consolidated Omnibus Budget 
Reconciliation Act (COBRA) regulations will apply for continuation of health insurance 
coverage upon termination of employment and Health Insurance Portability and Accessibility 
Act (HIPAA) regulations will apply to all who are hired or terminate their employment at the 
College. 
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The College will maintain health insurance with benefit levels substantially equivalent to those 
now in effect for the duration of this Agreement.  In the event that the College decides to change 
insurance carriers or become self-insured, the PECCC will be notified at least thirty (30) days in 
advance and be provided with an opportunity to formally comment on the proposed change. 
 
7.5.1 Continuation of Health Insurance for Dependents of Deceased Employees 
 
In the case of death of a faculty member, the College will extend the health insurance benefits to 
the faculty member's covered dependents for up to one year from the date of death with the 
College paying that portion of the premium as outlined in Subsection 7.5 Health Insurance.  
Coverage will end sooner than one year for dependents who exceed the age of eligibility or are 
eligible for other insurance coverage, including Medicaid or Medicare.  The College will bill the 
covered dependents monthly for their portion of the premium. 
 
7.5.2 Continuation of Health Insurance During Disability 
 
Faculty who are absent from work due to medical reasons will continue to be covered under the 
College's health insurance plan for as long as they remain on the payroll.  Once paid leave is 
exhausted, faculty may continue coverage by paying the full premium cost to the College.  
COBRA and FMLA regulations will apply.   
 
If the faculty member is approved to receive long-term disability benefits under the College-
sponsored plan and there has been no break in coverage since the faculty member's paid leave 
was exhausted, the College will resume paying that portion of the premium for individual or 
family coverage as outlined in Subsection 7.5 Health Insurance until such time as the faculty 
member becomes eligible for Medicare coverage.  Once the disabled faculty member becomes 
eligible for Medicare coverage, he/she will no longer be able to continue in the College 
supported health insurance program.   The disabled faculty member will be eligible to 
participate in the College- sponsored senior care program by paying 100 percent of the actual 
cost.   The disabled faculty member's eligible dependents will be able to continue coverage 
under the provisions of COBRA by paying the full cost of coverage.  The College will bill 
participants for the senior care program/COBRA premiums on a monthly basis. 
 
7.6 Dental/Optical Plans 
 
Dental and vision plans sponsored by the Civil Service Employees’ Association (CSEA) are 
made available to faculty.   These are preferred provider plans.  
 
Faculty may enroll on January 1 and must continue their participation for at least one year. 
Faculty members electing to enroll in these plans pay the full cost of coverage. 
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7.7 Best Flex 
 
Faculty may elect to participate in the College’s cafeteria plan, Best Flex.  The benefits offered 
under Best Flex include: 
• Ability to pay employee share of the cost of medical, dental, and/or vision coverage on a 
pre-tax basis 
• Ability to make pre-tax contributions to flexible spending accounts for annual 
reimbursement of up to $3,000 of medical expenses and up to $5000 ($2500 if married and 
filing separate returns) of dependent day care costs.   
 
New faculty may participate upon employment.  Current employees may elect participation at 
the beginning of each calendar year.  Under current IRS regulations, unused flexible spending 
account funds are subject to forfeiture at the end of each plan year.   
 
7.8 Long Term Disability Insurance  
 
Faculty with one or more years of College service are provided with long-term disability 
insurance.  After satisfaction of a three-month elimination period, a faculty member who is 
approved by the insurance carrier will receive a monthly income benefit equal to 60% of pre-
disability salary (less any disability benefits payable from other sources, including Social 
Security), as well as a monthly retirement annuity premium benefit.  The College pays the full 
cost of this coverage. 
 
7.9 Life Insurance  
 
Faculty receive $20,000 of term life insurance and an equal amount of accidental death and 
dismemberment insurance.   The College pays the full cost of this coverage.   
 
Supplemental life insurance coverage equal to either 1.5 or 2 times the annual rate of pay and 
dependent life insurance coverage is also available.  The faculty pays the full cost of the 
supplemental coverage.   
 
7.10 Travel and Accident Insurance 
 
Faculty members traveling on official College business are covered under this plan, which 
provides benefits for loss of life or dismemberment.  The College currently pays the full cost of 
this coverage. 
 
7.11 Faculty Tuition Benefit  
 
Faculty may receive tuition benefits for up to two courses or 8 credit hours per semester, with 
the approval of the supervisor or appropriate VP and Dean.  Benefits for a maximum of 4 
courses or 16 credit hours per year are available. 
 
 
19 of 48 
 
All tuition benefits are subject to the following: 
• Enrollment in tuition assisted course work will not conflict or interfere with the regularly 
assigned work schedule or job performance of the faculty, as outlined in this Agreement. 
• Any additional fees beyond in-state tuition, i.e. lab fees, are not included in this benefit 
and are the employee's responsibility. 
 
Tuition benefits for non-credit Continuing Education courses are available if it can be 
demonstrated that the course will enhance the faculty member’s on the job performance and that 
the course work will not conflict with the regularly assigned work schedule or regular student 
enrollment.   
 
Limited resources may be available for tuition waivers for continued study at SUNY campuses.  
Details are available in the Human Resources Office.  
 
7.12 Dependent Tuition Benefit 
 
Eligible dependents of the following individuals may be approved to receive tuition assistance 
benefits: 
 
• Actively employed faculty members 
• Faculty who retire at age 55 or older with 15 or more years of continuous full-time 
service 
• Deceased faculty who were age 55 or older with 15 or more years of full-time service as 
of the date of death 
 
Eligible dependents include the employee's spouse and children under age 25 (biological, legally 
adopted, as well as stepchildren) who are dependent upon the employee for support, and have 
their principal residence with the employee.  The dependent must meet all College admissions 
and academic requirements.  Faculty whose dependents are receiving this benefit are responsible 
for reporting any changes in dependent status. 
 
Applications for the tuition benefit are available in the Human Resources Office.  The College 
will provide for partial or full payment of tuition for eligible dependents that enroll at the 
College in credit-bearing classes or programs, subject to the following limitations: 
 
• Any scholarships or aid received will be used to offset the tuition benefit awarded in 
accordance with current financial aid guidelines.    
 
• The employee or dependent is responsible for all books and fees, other than in-state 
tuition (i.e., application fees, placement deposits, registration fees, lab fees, activity fees, 
out-of-state tuition etc.). 
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• Tuition benefits cannot be approved retroactively for courses taken in previous semesters 
for which no application for the benefit had been made. 
 
7.13 Employee Assistance Program (EAP) 
 
This benefit provides faculty and their dependents with counseling for a variety of personal 
problems and is strictly confidential.  Corning Community College retains an outside firm as its 
primary supplier of counseling services.  The EAP will provide initial assessments and 
counseling for short-term care without cost to the employee.  Problems that involve long-term 
treatment will be referred to outside counselors.  Faculty who use outside counselors have a 
$500 lifetime account to assist with these expenses.  To access these funds, employees must 
contact the Human Resources Office. College-sponsored health insurance also provides partial 
coverage for counseling expenses.   
 
7.14 Special Recognition 
 
Fifteen-Year Award – Faculty with fifteen years of service receive an award equivalent to 
$450.00 to recognize their dedication to the College. 
 
Thirty-Year Award - Faculty with thirty years of service receive an award equivalent to $325.00 
to recognize their dedication to the College. 
 
Regional Board of Trustees Award for Excellence in Teaching – Faculty members with five or 
more years of full-time teaching experience are eligible for an award equivalent to $1,000. 
 
Chancellor’s Award – Faculty are eligible to receive the SUNY Chancellor’s Award for 
Excellence. 
 
 
8 Leaves of Absence 
8.1 Personal Leave 
 
Faculty will be granted three (3) personal leave days at the beginning of each fiscal year.  
 
New faculty hired on a full-time basis between September 1 and November 1 will be assigned 
three (3) personal leave days in the fiscal year in which they are employed, depending on their 
term of appointment.  New employees who are hired after November 1 will receive personal 
leave time on a prorated basis at the rate of 1/3 day for each calendar month of full-time service. 
   
Personal leave can only be used for personal business or for religious observances.  The 
employee will notify his/her immediate supervisor as far in advance as possible of a request to 
use personal leave time.  Personal leave may not be used in less than one-quarter hour 
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increments.  Unused personal leave will be converted to sick leave at the end of each fiscal year 
and is not paid at termination of employment. 
 
8.2 Sick Leave 
 
Faculty appointed for at least one semester (or five months) will accrue sick leave at the rate of 
one (1) day per month of full-time service up to a maximum of one hundred and sixty (160) 
days.  For purposes of accrual and usage, a day is defined as 7.5 hours.  No sick leave will be 
earned for any month where the employee works less than the major portion (51%) of the 
month, unless such absence is paid leave. No sick leave is paid at termination or earned while on 
leave of absence without pay or sabbatical leave.  The Payroll Office will provide faculty with 
an accounting of their accrued sick leave on their bi-weekly pay stubs. 
 
8.2.1 Use of Sick Leave 
 
Sick leave may be used for personal and family illness.  The affected faculty member will notify 
the division chairperson by the start of the workday on the first day of absence of the nature of 
the illness and the probable duration of absence.  The College reserves the right to require a 
medical certificate from the employee's personal or family physician. 
 
Accrued sick leave may be used as family illness leave and is limited to the employee's number 
of days of annual sick leave accrual and may be used for immediate family members.   The 
immediate family includes spouse, parents, children, siblings, grandparents, grandchildren, 
parents of spouse and any relative residing in the household. The affected faculty member must 
request approval from his/her division chairperson and supply medical documentation.  The 
affected faculty member may be eligible for coverage under the Family and Medical Leave Act 
and should contact the Human Resources Office for information.   
 
8.2.2 Extended Illness 
 
Faculty who are absent from work due to an illness or injury for an extended period of time will 
be allowed to use paid leave time in the following manner: 
 
 (a) All accrued sick leave; and 
 (b) All personal leave. 
 
When all paid leave time has been exhausted, the faculty member may be placed on an unpaid 
leave of absence.  Faculty who have been placed on a leave of absence without pay will not be 
eligible to accrue College benefits while on such leave, but will be allowed to make personal 
arrangements with the Human Resources Office to continue payment of health insurance 
premiums at the College's group rate and under conditions defined by the Family and Medical 
Leave Act, if applicable. 
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8.2.3 Voluntary Donation of Sick Leave  
 
In order to receive a sick leave donation from another faculty member or College employee(s) 
all of the following criteria must be met.  The recipient must: 
 
a. Be a current faculty member of Corning Community College. 
 
b. Have used all of their accumulated sick leave and personal time.  
  
c. Be unable to work due to a continuing disability resulting from personal illness or injury and 
provide medical documentation of such disability. 
 
d. Have not received any other form of compensation such as Social Security disability 
benefits, long-term disability benefits, Worker's Compensation, or compensation from a state 
retirement plan. 
 
The donated sick leave, as administered by the Human Resources Office, will be distributed to 
the recipient, on a daily basis, as needed and up to a maximum of sixty (60) work days or three 
(3) work months.  Transfer of donated sick leave to a faculty member may not be denied if all 
eligibility criteria are met and there are enough donated days to cover the periods.   For faculty 
receiving donated sick leave days, a day is defined as seven and one-half (7.5) hours. 
 
During an employee’s time of need, a general plea will go out to the College community 
inviting faculty members and other College employees to donate up to a maximum of three (3) 
days from their accrued sick leave balances.  In order to donate sick leave to another faculty 
member or other College employee, faculty must have a current minimum balance of twelve 
(12) sick leave days.  The maximum amount of sick leave that any faculty can donate during 
any fiscal year is ten (10) days.  The recipient of the donated time will be notified of the 
donation unless the donor wishes to remain anonymous. 
 
The donating employee must complete a form stating the name of the recipient and the amount 
of leave to be donated, up to the maximum three days.  This form must be signed and forwarded 
to the Human Resources Office.   Once the donation is approved, a copy of the form will be 
placed in the donor's personnel file and the original will be forwarded to the Payroll Office so 
that the donating employee's sick leave balance can be adjusted accordingly. 
 
Payment of the donated leave will be based upon the recipient's current rate of pay.  However, 
this rate may be changed due to any pay increases that occur during the periods of donated 
leave. 
 
Only sick leave necessary to cover the faculty member’s absence will be used up to the 
maximum amount allowed.  Any unused sick leave will be returned to the donors on a pro-rated 
basis. 
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The decision to donate sick leave to another employee should be a choice made freely by each 
employee.  No one should feel unduly influenced by another person to donate time. 
 
8.3 Absence for Work-Related Injury or Illness 
 
Paid leave time may be used by a faculty member who is absent from work due to a work-
related illness or injury.  An employee who uses any accrued leave time during such absence 
may elect to endorse any payments received from Worker's Compensation over to the College.  
These payments will be credited to the employee's accrued leave at a rate not to exceed the 
reimbursement.  An employee who is absent from work due to a  work-related illness or injury 
will be deemed to have continuous service during such leave. 
 
8.4 Bereavement Leave and Other Unusual Conditions 
 
Faculty may be granted leaves of absence with pay totaling four (4) days in any fiscal year for 
death or serious, i.e., life threatening, illness in the faculty member’s immediate family.  The 
immediate family includes spouse, parents, children, siblings, grandparents, grandchildren, 
parents of spouse and any relative residing in the household.  In the event of more than one 
instance of bereavement in a fiscal year, the faculty member may request additional time from 
the President of the College through the division chairperson and the Vice President and Dean 
of Academic Affairs.  Unused bereavement leave is not carried over into the next fiscal year or 
paid at termination. 
 
8.5 Leave for Jury Duty or Court Attendance 
 
Faculty will be granted leave with pay to perform jury duty or to attend court for other than 
personal matters.  In the case of paid jury services, leave with pay will be granted, provided the 
employee endorses any jury duty payment received over to the College.  An employee eligible 
for such leave will provide his/her division chairperson with a copy of the summons for jury 
duty, who will notify the Payroll Office. 
 
8.6 Leave of Absence Without Pay 
 
A leave of absence without pay may be granted up to a maximum period of one (1) year and 
may be extended only in exceptional circumstances.  All requests for leave of absence without 
pay must be submitted to the faculty's division chairperson at least ninety (90) days prior to the 
effective date of the request, except in emergency circumstances. 
Such written requests must include the division chairperson’s recommendation and be submitted 
to the Vice President and Dean of Academic Affairs for approval, and then forwarded to the 
President of the College.  If the request is approved, the President will make a recommendation 
to the Regional Board of Trustees, which determines all leaves of absence without pay for 
faculty.   
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A leave of absence without pay in excess of one (1) semester for faculty will not be credited to a 
faculty's eligibility for promotion, tenure, salary increment, early retirement, or seniority.  
Faculty on a leave of absence without pay for longer than thirty (30) days will not be eligible to 
accrue any discretionary benefits offered by the College, except under the provisions of the 
Family Medical Leave Act (FMLA), as outlined in Appendix 21.1.  Faculty on a leave of 
absence without pay may continue to participate in the health insurance plans by making 
advance payments of the required premium to the Payroll Office.  The faculty member is 
responsible for paying the full insurance premium while on any leave of absence which is not 
covered by the FMLA.   
 
All faculty on a leave of absence without pay must notify the College, in writing, of their 
intention to return to the College at least thirty (30) days prior to the expiration of such leave. 
Faculty may not return before the leave of absence expires unless they receive prior approval 
from the President of the College. 
 
8.7 Administrative Leave  
 
Faculty who accept full-time administrative assignments may return to the bargaining unit if a 
position vacancy exists and will, on return to the bargaining unit, have all bargaining unit rights 
and benefits restored as if he/she had not left the unit, except for seniority, if tenured, and/or 
sabbatical leave eligibility, which shall be the same as when he/she left.  Such position vacancy 
will not be created by terminating a tenured or tenure-track faculty member. 
 
Faculty on full-time administrative leave, prior to the ratification date of this Agreement, retain 
seniority, if tenured, and/or sabbatical leave eligibility, as accrued prior to the ratification date. 
 
Faculty who accept part-time administrative assignments that remove them from the bargaining 
unit will retain their faculty position during such assignments.  Upon return to the bargaining 
unit, such faculty will have all bargaining unit rights and benefits restored as if he/she had not 
left the unit, including seniority, if tenured. 
 
8.8 Military Leave 
 
Faculty will be paid their regular rate of pay for any periods of absence during which they are 
engaged in the performance of ordered military duty, not to exceed the greater of twenty-two 
(22) working days or thirty (30) calendar days.  Faculty are required to submit a copy of their 
military orders to the Human Resources Office.  All other benefits required under applicable 
New York State or federal law, such as re-employment rights and continuation of medical and 
pension benefits will also be provided by the College to faculty on military leaves of absence. 
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9 Sabbatical Leave 
 
The objective of such leave is to increase a faculty’s value to the College and thereby improve 
and enrich its programs.  Such leave will not be regarded as a reward for service or as a vacation 
or rest period occurring automatically at stated intervals.  Furthermore, sabbatical leaves will be 
granted for formal education, research, writing or other experiences of professional value, which 
may include travel.  Sabbatical leave will be granted only by the Regional Board of Trustees 
based upon the recommendation of the President of the College. 
Full-year sabbaticals are paid at 60% of the faculty's base salary; one (1) -term sabbaticals are 
paid at 100% of the faculty's base salary. 
Formatting of documentation for Sabbatical Leaves are located in the August 2005 Faculty 
Handbook, which is prepared by the Vice President and Dean of Academic Affairs, and shall be 
applied for the duration of this Agreement. 
 
9.1 Eligibility Requirements 
 
A faculty member is eligible to apply for sabbatical leave if he/she has completed six (6) years 
of continuous, full-time service to the College.  The Vice President and Dean of Academic 
Affairs will notify all eligible faculty members no later than May 15th of each year.  
Applications for sabbatical leave will be considered for the academic year following satisfaction 
of the service requirement. 
 
Leaves of absence (whether taken at the request of the faculty or impressed upon the faculty, 
such as leaves for sickness, FMLA, court processes) will not constitute a break in continuous 
service which would require a new six (6) year service requirement.   
 
Any approved leave of absence of less than one (1) semester's duration will count as service 
toward meeting the six (6) year service requirement.  Any leave of absence for more than one 
(1) semester will not be counted as service toward meeting the six (6) year eligibility 
requirement. 
 
Once eligibility to apply for sabbatical leave is established, it will continue in effect until such 
time as sabbatical leave is taken. 
 
9.2 Re-entry Obligations 
 
Any faculty who accepts a sabbatical leave is obligated to return to full-time employment at the 
College for the academic year immediately following the academic year in which such leave is 
taken. Failure to do so will oblige the faculty to repay the total compensation paid to or on 
behalf of him/her during the sabbatical leave within a one year period in accordance with a 
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previously agreed upon repayment schedule, except in the case of permanent disability or 
death.  
 
The College is obligated to restore the faculty member to the same or equivalent position for the 
academic year immediately following the academic year in which the sabbatical leave is taken 
and to restore all benefits offered prior to the taking of the sabbatical leave.  However, in the 
event that a reduction in force becomes necessary prior to the return from sabbatical leave, the 
faculty member’s right to be restored to the same/equivalent position upon return from 
sabbatical leave will be determined under the provisions of Section 17 Reduction in Tenured 
Faculty, of this Agreement.  In the event that a returning faculty member cannot be restored to 
the same/equivalent position under the provisions of such section of this Agreement, he/she will 
not be required to repay all monies expended on his/her behalf during the sabbatical leave. 
 
9.3 Sabbatical Application Procedures 
 
Sabbatical leave applications must be presented to the Division Chairperson by October 15th of 
the year preceding the proposed leave year.  
 
The Division Chairperson will evaluate sabbatical leave proposals on the basis of educational 
merit and benefit to the College and will make recommendations to the VP and Dean of 
Academic Affairs by November 15th.  The President of the College will review the 
recommendations made by the VP/Dean of Academic Affairs, further evaluate the proposals, 
and present final recommendations to the Regional Board of Trustees for approval. The 
applicant will be notified of the Board’s decision by the first business day in January. 
 
It is understood that sabbatical leaves will be granted only for the purpose specified in the initial 
request.  A change of plans by the applicant prior to the start of the leave will necessitate a 
reconsideration of the situation by the College. 
 
9.4 Sabbatical Criteria 
 
Applicants must show how their sabbatical leave proposal will directly benefit the College.  The 
minimum criteria by which the merits of each application will be evaluated are listed below.  It 
is recognized that a single application may not fulfill all of the following criteria; however, each 
application will be evaluated on the basis of the degree to which the following multiple criteria 
are met: 
i. Preparation for job transfer within the College. 
ii. Study related to area of specialization. 
iii. Study related to field in general. 
iv. Curriculum development for new programs. 
v. Development of educational media. 
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A report on progress of the sabbatical leave project will be submitted according to specifications 
of the College administration at intervals set by the administration. 
 
9.5 Sabbatical Conditions 
 
Since the intent of the sabbatical leave program is to ensure that the College receives some 
return on its investment, rather than to allow the applicant to profit financially from the leave, 
the following additional conditions will apply: 
a. Upon return from sabbatical leave, the faculty member is required to state all 
sources and amounts of income during the pursuit of the sabbatical leave.  The 
faculty member will repay to the College all income in excess of the base salary 
derived from his/her profession, minus a reasonable amount to cover expenses 
incidental to the pursuit of the sabbatical project itself, up to the amount of the 
sabbatical stipend he/she received from the College. 
b. Sabbatical leaves may not be extended.  If additional time is required for 
completion of a sabbatical project, such requests will be considered as requests for 
leaves of absence without pay and will be submitted through appropriate channels. 
 
10 Faculty Evaluations 
 
The evaluation process is designed to contribute to the maintenance of high quality instruction, 
improve faculty performance, encourage the faculty to seek and use opportunities for 
professional growth and development, and to gather information relating to the promotion, 
tenure, special recognition and retention of faculty.    
 
The evaluation process will include self-evaluations, student evaluation and classroom 
observations.  Faculty rank will be used to determine the frequency of evaluations.  As an 
additional form of evaluation, the Division Chair will make recommendations and/or 
commendations in writing, a copy of which will be given to the faculty being evaluated.  A copy 
of all evaluation materials will be placed in the faculty member’s Personnel File.  Faculty will 
have an opportunity to respond to evaluations, in writing, with the response included as part of 
the Personnel File. 
 
Formatting of documentation for evaluations are located in the August 2005 Faculty Handbook, 
which is prepared by the Vice President and Dean of Academic Affairs, and shall be applied for 
the duration of this Agreement.   
 
10.1 Self-evaluation/Annual report 
 
All faculty are required to submit a Self-Evaluation/Annual Report covering the Faculty 
Responsibilities as described in this Agreement.  This report is due within 10 days of the end of 
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the Spring semester and will be reviewed with the Division Chair prior to the end of the 
appointment year. Tenure-track faculty will also submit an evaluation packet, or vitae, annually 
to the Division Chair for review.   
   
10.2 Student Evaluation 
 
The frequency and number of student evaluations will be determined by rank: 
 
a. All non-tenure track faculty and all tenure-track Instructors will have all sections 
evaluated by students, each semester.  
b. Assistant and Associate Professors will have 2 sections evaluated by students, 
each semester.  
c. Full Professors will have 2 sections evaluated by students, each academic year.   
 
Sections to be evaluated will be selected at random by the Division Chair.  
 
10.3 Classroom Observations 
 
The Division Chair will conduct classroom observations to assess teaching effectiveness, 
knowledge of the subject, application of teaching techniques and interaction with students.  
These classroom observations will be done at a mutually agreed time and with the prior 
knowledge of the faculty being evaluated. 
 
Frequency and number of observations will be determined by rank:  
 
a. All non-tenure track faculty and all tenure-track Instructors will be observed 
once each semester.  
b. Assistant and Associate Professors will be observed once each academic year 
c. Full Professors will be observed once every three years 
 
The Vice President and Dean of Academic Affairs will make one observation visit in the 
semester prior to a faculty member’s tenure / Promotion application.  Additional unannounced 
visits may be made by the Division Chair or the Vice President and Dean of Academic Affairs, 
based on student evaluations or concerns about a faculty member’s performance. 
 
 
11 Promotions 
 
Promotion in academic rank for tenure-track faculty at Corning Community College will be the 
result of professional merit. Promotion will recognize exceptional competence in teaching, 
professional development, service to the College, service to the College's community, or any 
combination of these functions. Promotion in rank will be granted only by the Regional Board 
of Trustees based upon the recommendation of the President of the College. Promotional 
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recommendations to the President of the College will be initiated by appropriate divisional 
chairpersons and must bear concurrence by the Vice President and Dean of Academic Affairs. 
The procedure for presenting recommendations for promotion includes specific criteria, which 
must be consistently applied by those bearing responsibility for making promotional 
recommendations 
 
In the fall semester, the Vice President and Dean of Academic Affairs will produce and publish 
a time line for the promotion process and will notify those eligible for promotion in the 
subsequent year. 
 
The following criteria alone will be considered for promotion: 
1) Effectiveness in the classroom 
2) Effectiveness as an academic advisor 
3) Professional development activities 
4) Service to the College and the community 
 
Information about classroom responsibilities, course obligations, and formatting of 
documentation for submission are located in the August 2005 Faculty Handbook, which is 
prepared by the Vice President and Dean of Academic Affairs, and shall be applied for the 
duration of this Agreement. 
 
The division chair and the Vice President and Dean of Academic Affairs will review annual 
evaluations of each faculty member eligible for promotion and will include these annual 
evaluations in the promotion packet.  These annual evaluations will be consistent with those 
provisions for evaluation outlined in this Agreement, under Section 10, Faculty Evaluation.  In 
addition to the annual evaluations, each reviewer’s ratings of the above criteria and 
recommendations on promotion will be added to the promotion packet.  The Vice President and 
Dean of Academic Affairs will review the packet for accuracy, completeness, consistency, and 
his/her recommendation with the candidate prior to a final recommendation being made to the 
President.  The completed packet will be delivered to the President who will determine whether 
to recommend the faculty member for promotion to the Regional Board of Trustees.  The 
candidate will receive notification and clarification of all recommendations throughout the 
process.  A promotion is effective only after ratification by the Regional Board of Trustees.  The 
effective date of the promotion shall be September 1 following the Board’s ratification.  Every 
effort will be made by the College to complete the promotion process in time for ratification by 
the Regional Board of Trustees prior to September 1.  
 
11.1 General Criteria for Promotions for Tenure-Track faculty 
 
Promotion to Assistant Professor: 
Evidence of exemplary classroom performance that includes the following: 
• creation of a classroom atmosphere conducive to learning and student motivation 
• creation of good classroom management, presentation and organization 
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• effective use of appropriate media, technology and assessment 
• completion of student reaction to instructor 
Evidence of exemplary academic advising: 
• creation of advising opportunities for all assigned advisees 
• evidence of positive advising evaluations 
• evidence of attendance at advising workshops offer by the College 
Master’s degree in the major field, unless exempted by the Vice President and Dean of 
Academic Affairs 
Three (3) years as a full-time Instructor at Corning Community College 
 
Promotion to Associate Professor: 
Evidence of exemplary classroom performance (see above) 
Evidence of exemplary academic advising (see above) 
Evidence of professional growth and activities: 
• attainment of degrees or coursework beyond a given degree 
• evidence of research and/or publications 
• grants and/or equipment accrued to the College 
• membership and participation in professional organizations 
• evidence of attendance at Corning Community College professional development 
workshops 
Master’s degree in the major field, unless exempted by the Vice President and Dean of 
Academic Affairs 
Four (4) years as a full-time Assistant Professor at Corning Community College 
 
Promotion to Professor: 
Evidence of exemplary classroom performance (see above) 
Evidence of exemplary academic advising (see above) 
Evidence of professional growth and activities (see above) 
Evidence of College service and community service: 
• evidence of service relevant to professional status as a member of College faculty 
• evidence of service to develop the educational, social, cultural, recreational, 
economic, or religious growth of the community 
• membership and/or office in area clubs and organizations 
• evidence of professional growth in major field 
Master’s degree, preferably in the major field 
Five (5) years as a full-time Associate Professor at Corning Community College 
 
11.2 Promotional Stipend 
 
Promotional stipends are set at $1,500 and are effective on September 1 following the Board’s 
ratification.  Promotional stipends are added to the faculty members base salary, after any and 
all other salary increases that may apply on September 1 have been added. 
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12 Tenure 
 
Tenure is awarded to individuals of more than usual ability.  Eligible faculty may apply for tenure 
in accord with the following guidelines.  Tenure is granted to Corning Community College and 
speaks to the protection of professional rights with the College.  Tenure is granted by specific 
action of the Regional Board of Trustees upon the recommendation of the President of the College.   
 
12.1 Probationary Period: 
 
Conferral of tenure is based, in part, upon an individual's successful completion of a 
probationary period of service not to exceed six (6) years.  During the probationary period, 
tenure-track faculty’s status is employment-at-will.  First year probationary faculty will be 
notified by March 1st if they will not be reappointed for a second year.  Probationary employees 
who are reappointed for subsequent years will be given notice by December 15 if their 
employment is to be terminated at the end of the academic year.  Each probationary faculty 
member will be given an annual written evaluation by their division chair and the Vice President 
and Dean of Academic Affairs, which will include a statement on progress toward tenure.  The 
faculty member will be eligible to apply for tenure during their fifth and/or sixth year of 
probation.  After application, the College will communicate its decision on the probationary 
faculty’s status for tenure. 
 
12.2 Awarding of Tenure: 
 
Tenure for teaching faculty at Corning Community College will be the result of professional 
merit.  It will recognize exceptional competence in classroom teaching, professional 
development and growth, service to the College and service to the College's community.  
Tenure will be granted only by the Regional Board of Trustees based upon the recommendation 
of the President of the College.  Tenure recommendations to the President of the College will be 
initiated by appropriate divisional chairpersons and must bear concurrence by the Vice President 
and Dean of Academic Affairs.  The procedure for presenting recommendations for tenure 
includes specific criteria, which must be consistently applied by those bearing responsibility for 
making tenure recommendations 
 
In the fall semester, the Vice President and Dean of Academic Affairs will produce and publish 
a time line for the tenure process and will notify those eligible for tenure in the subsequent year. 
 
For an award of tenure, tenure-track faculty will undergo a particularly rigorous evaluation 
involving an assessment of accumulated accomplishments and the likelihood that the faculty 
member's level of performance will be maintained.  Applicants for tenure must demonstrate 
excellence as educators and significant contributions in the areas of professional development, 
as well as division, College, and community service.  It is critical that a tenure packet provide a 
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historical perspective of the individual’s professional growth and development as an educator, 
an expert in his/her discipline, and as an active participant in extracurricular activities at the 
division, college, and community levels.  There are four major areas that are considered in 
evaluating faculty for tenure: classroom performance, professional growth and activities, college 
service, and community service.  Criteria considered for each major area must contain elements 
from the following: 
 
12.3 Classroom Performance Criteria 
 
• Creation of a classroom atmosphere conducive to learning (includes personality and 
other subjective judgments) 
• Student motivation 
• Organization of subject matter 
• Continuity of various areas in the subject matter to yield a meaningful whole 
• Integration of conceptual material with practical application 
• Statement of course, unit, and specific objectives  
• Evidence of desirable behavioral changes (as measured by good lab techniques, etc.) 
• Effective testing 
• Effective use of AV media in classroom situation 
• Students electing second level course and/or switching into discipline (due to interest 
generated by initial contact with subject)  
 
12.4 Professional Activities and Growth Criteria 
 
• Degrees 
• Course work (credit and/or non-credit) beyond a given degree 
• Research and/or publications 
• Grant monies and/or equipment accrued to college 
• Membership and participation in professional societies 
• Professional consultation 
• Evidence of attendance at Corning Community College professional development 
workshops 
 
12.5 College Service Criteria 
 
• Course and/or program development 
• Committee membership--offices held 
• Academic student advisement 
• Participation in student activities (not necessarily in discipline) 
• Voluntary participation in College-sponsored activities 
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12.6 Community Service Criteria 
 
• Service relevant to professional status as member of College faculty 
• Service to develop the educational, social, cultural, recreational, economic, or 
religious growth of the community 
• Membership and/or office in area clubs and organizations 
 
Information about formatting of documentation for submission is located in the August 2005 
Faculty Handbook, which is prepared by the Vice President and Dean of Academic Affairs, and 
shall be applied for the duration of this Agreement. 
 
The division chair and the Vice President and Dean of Academic Affairs will review annual 
evaluations of each faculty member eligible for tenure and will include these annual evaluations 
in the tenure packet.  These annual evaluations will be consistent with those provisions for 
evaluation outlined in this Agreement, under Section 10, Faculty Evaluation.  In addition to the 
annual evaluations, the faculty member will be rated for achievements and contributions in 
classroom teaching, professional development and growth, and service to the College and the 
community.  Based on these, the Division Chair will make a recommendation to tenure or not to 
tenure. Ratings and recommendations will be added to the tenure packet.  The Vice President 
and Dean of Academic Affairs will review the packet for accuracy, completeness, consistency, 
and his/her recommendation with the candidate prior to a final recommendation being made to 
the President.   
 
The completed packet will be delivered to the President who will determine whether to 
recommend the faculty member for tenure to the Regional Board of Trustees. The candidate will 
receive notification and clarification of all recommendations throughout the process.  Awarding 
of tenure is effective only upon ratification by the Regional Board of Trustees and begins the 
academic year following the Board’s ratification. Every effort will be made by the College to 
complete the tenure process in time for ratification by the Regional Board of Trustees at its June 
meeting. Should there be no June meeting of the Trustees in any given year, then the 
ratifications of tenure would take place at the first Board meeting to occur after June.  
 
Separation from service at the College cancels an individual’s tenure or probationary status.  Thus, 
a faculty member re-employed by the College after separation may be required to serve an 
additional probationary period of up to six (6) years. 
 
Faculty who have received tenure and subsequently cross-train and change divisions or units, will 
maintain their tenure status to the College.  Tenured faculty who choose to accept temporary or 
long-term assignments as an administrator for the College will maintain their tenure to the College.  
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13 Academic Freedom 
 
Corning Community College endorses the principles of academic freedom as set forth in the 
following statement by the American Association of University Professors and the Association of 
American Colleges: 
a. Teachers are entitled to full freedom in research and in the publication of the results 
subject to the adequate performance of their other academic duties; but research for 
pecuniary return should be based upon an understanding with the authorities of the 
Institution. 
b. Teachers are entitled to freedom in the classroom in discussing their subject, but they 
should be careful not to introduce into their teaching controversial matter, which has no 
relation to their subject.  Limitations of academic freedom because of religious or other 
aims of the Institution should be clearly stated in writing at the time of the appointment. 
c. College and university teachers are citizens, members of a learned profession, and 
officers of an educational institutional.  When they speak or write as citizens, they should 
be free from institutional censorship or discipline, but their special position in the 
community imposes special obligations.  As scholars and educational officers, they should 
remember that the public might judge their profession and their institution by their 
utterances.  Hence they should at all times be accurate, should exercise appropriate 
restraint, should show respect for the opinions of others, and should make every effort to 
indicate that they are not speaking for the College. 
 
 
14 Discipline and Dismissal 
 
Discipline or dismissal of a faculty member shall be subject to the grievance procedure provided 
herein, and may be initiated at Stage 2 within ten (10) work days of the receipt of written notice 
of discipline or dismissal. 
 
A faculty member may be suspended with or without pay at any time following the notice of 
discipline or dismissal.  Such suspension will be with pay, except in unusual and egregious 
circumstances, when the suspension may be without pay, subject to the approval of the Regional 
Board of Trustees. 
 
Discipline or dismissal of faculty: 
In accordance with applicable provisions of State Education Law, faculty may be subject to 
discipline or dismissal for one or more of the following reasons: 
 
a. Incompetent or inefficient service 
b. Neglect of duty 
c. Mental incapacity 
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d. Moral turpitude 
e. Conduct unbecoming a member of the staff 
f. Insubordination 
 
This provision shall not be so interpreted as to constitute interference with academic freedom. 
 
 
15 Grievance 
 
It is the policy of the College and the PECCC that all grievances be resolved informally or at the 
earliest stage of the grievance procedure, whenever possible.  Informal settlements at any stage 
shall be binding upon both parties to the settlement, but shall not create precedent or be binding 
upon either of the parties to this Agreement in future grievance proceedings. 
 
15.1 Definitions 
 
• A “grievance” is defined as any claimed violation, misinterpretation, misapplication, or 
inequitable application of the terms or provisions of this Agreement.  Decisions relating 
to reappointment, promotion, or tenure are not grievable.   
• At the informal discussion stage, an “aggrieved party” is a faculty member or group of 
faculty members who submits a grievance.  At any of the formal stages, the “aggrieved 
party” is the PECCC. 
• “A party-in-interest” is defined as any party named in a grievance that is not the 
aggrieved party.   
• “Working Days” are defined as any day on which the College is regularly open for 
business (not including Saturdays, Sundays, or designated holidays), regardless of 
whether or not classes are in session. 
 
Nothing contained herein will be construed as limiting the right of any faculty member having a 
grievance to discuss the matter informally with any appropriate member of the College 
administration and having the grievance informally adjusted, provided the adjustment is 
consistent with the terms of this Agreement and the PECCC has been given the opportunity to 
be present at such informal discussions and to state its views on the grievance.   
 
15.2 Procedural Steps 
 
Informal Stage. 
Before submission of a written grievance, the aggrieved party shall attempt to resolve the 
grievance informally with the appropriate Division Chairperson or the Director of Human 
Resources.  The aggrieved party may request the assistance of a PECCC representative during 
this informal discussion. 
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A grievance that is not resolved informally shall be submitted in writing, on a form approved by 
the College and the PECCC, which will identify the aggrieved party the nature of the grievance, 
the relevant provision(s) of this Agreement, and the remedy sought.  Written grievances shall be 
submitted to the Vice President and Dean of Academic Affairs within 90 calendar days from the 
date of the claimed violation, misinterpretation, misapplication, or inequitable application of the 
terms or provisions of this Agreement 
 
Stage 1. 
The Vice President and Dean of Academic Affairs may meet with the aggrieved party and any 
other necessary parties.  The Vice President and Dean of Academic Affairs will communicate a 
decision to the aggrieved party, in writing, within 5 working days following the receipt of the 
written grievance.   
 
Stage 2. 
If the aggrieved party is dissatisfied with the Vice President and Dean of Academic Affairs 
decision, or receives no decision within the allotted time, such aggrieved party may submit a 
copy of the grievance, along with the decision of the Vice President and Dean of Academic 
Affairs, to the President of the College, within 5 working days. 
 
The President may confer with the aggrieved party and will communicate a decision, in writing, 
to the aggrieved party within 5 working days following receipt of the written grievance.  Copies 
of such decision will be delivered to the Vice President and Dean of Academic Affairs and the 
Director of Human Resources.   
 
Stage 3. 
If the aggrieved party is dissatisfied with the President’s decision, they may refer the grievance 
to the Arbitration Panel by submitting a written request for arbitration to the Director of Human 
Resources, along with copies of the President’s decision and the Vice President and Dean of 
Academic Affairs decision, within 5 working days of receipt of the President’s written decision. 
 
The Arbitration Panel shall be composed of three members, selected as follows: 
 
• The aggrieved party will select one member from the PECCC arbitration committee list, 
contained in Subsection 15.4 of this Agreement. 
• The Director of Human Resources will select one member from the Administration 
arbitration committee list, contained in Subsection 15.4 of this Agreement. 
• The third member, who will chair the Arbitration Panel, will be selected jointly by the 
other two members, who may use the PECCC and/or Administration arbitration 
committee lists, or may select any person so desired.  The third member shall be 
selected within five working days of the date of the aggrieved party’s request for 
arbitration. 
 
The Arbitration Panel will hold a hearing with the aggrieved party and/or his/her representative 
and all other parties-in-interest within 5 working days of the date the panel is formed.  The 
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Panel’s decision will be in writing and set forth its findings of fact, reasoning, and conclusions.  
Such decision will be communicated to the Director of Human Resources and the PECCC 
within 40 working days of the date the panel is formed, and will be final and binding upon all 
parties. 
 
All documents relating to grievances will be filed separately from the personnel files of any 
aggrieved parties. 
 
15.3 Time Limits 
 
All time limits specified in this Section may be extended only by mutual, written agreement 
between the president of the PECCC and the Director of Human Resources. 
 
If a decision at one stage of this procedure is not appealed to the next stage of this procedure 
within the specified time limits, the grievance will be deemed to be abandoned and further 
appeal under this Agreement will be barred.  The failure of the College to communicate a 
decision in Stage 1 or Stage 2, within the allotted time, will not impinge upon the aggrieved 
party’s right to file an appeal at the next stage of the procedure. 
 
The arbitration procedure outlined in Stage 3 will remain in effect for one year following the 
ratification of this Agreement.  After that date, the College and the PECCC will review the 
Stage 3 procedure and determine whether modifications are necessary. 
 
15.4 Arbitration Panel 
 
The Administrative Arbitration Panel shall be drawn from the College administrative ranks.  
The names of the active members to be provided upon request by the Director of Human 
Resources. 
 
The Faculty Arbitration Panel shall be drawn from the five (5) active members of the PECCC 
Grievance Committee.  The names of the active members to be provided upon request by the 
President of the PECCC. 
 
 
16 Faculty Resignation 
 
Faculty will notify the College in writing at least thirty (30) days in advance of the effective date of 
resignation. A letter of resignation must be submitted to the faculty’s supervisor and the Director of 
Human Resources.   
 
Prior to separation from service, all faculty will have an exit interview with a representative from 
the Human Resources Office. 
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17 Reduction in Tenured Faculty 
 
The Regional Board of Trustees or the President of the College with the concurrence of the 
Regional Board of Trustees will determine the need for and the extent of tenured faculty 
reductions.  This determination will be as the result of one or more of the following: 
 
• Fiscal exigency 
• Program and/or enrollment declines 
 
The President of the College will seek the advice and counsel of the PECCC as to alternatives to 
such reductions, if any.  The President of the College will determine the basis for required 
reductions, at either the Divisional level or at the Discipline level. 
 
Seniority within the specific teaching Division or Discipline to which the faculty has been 
appointed will be the only criterion used in determining tenured faculty reductions.  Seniority 
will accrue from the effective date a faculty member is tenured.  In the event that tenured faculty 
reductions are necessary, such reductions will be made to tenured faculty with the least 
seniority. 
 
All faculty of any rank in such Division or Discipline upon whom tenure is not conferred will be 
dismissed before the position of any tenured faculty in such Division or Discipline is abolished 
or discontinued.   
 
Every attempt will be made to permit affected tenured faculty to find a suitable position within 
the College if a vacancy exists for which the individual is academically qualified. 
 
Tenured faculty who cross-train into a new Division or Discipline will have seniority from the 
date of appointment into the new Division or Discipline.  Administrative appointments will not 
count as years of service toward Divisional or Departmental seniority, except as specified in 
section 8.7, Administrative Leave, of this Agreement. 
 
The President of the College will provide written notice of termination to tenured faculty 
affected by faculty reduction by December 15 of the academic year at the end of which such 
positions will be discontinued. 
 
Faculty displaced by this policy will be given first choice of employment on a seniority basis for 
appropriate available positions for a period of three (3) years.  Upon returning to such position at 
the College, faculty will be paid salary appropriate to their prior experience and assigned position.  
Faculty displaced by this policy may have their tenure status reinstated by the College, depending 
on the position in the Division and Discipline in which they are returning. 
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Time spent away from the College due to faculty reduction will not be counted as service 
toward eligibility for promotion, tenure, salary increments, sabbatical leaves, and the like. 
 
The Human Resources Office will assist all faculty who are affected by faculty reduction by 
providing them with job counseling, office services, and resume preparation. 
 
17.1 List of Disciplines 
 
Accounting     History and Government 
Anthropology and Sociology   Human Services 
Art      Humanities 
Astronomy and Geology   Industrial Technology 
Automotive Technology   Marketing 
Biology     Mathematics 
Business Administration   Mechanical Technology 
Chemistry     Modern Languages 
Computer Information Science  Music 
Computer Repair Technology  Network Technology 
Criminal Justice    Nurse Education 
Education and Early Childhood  Philosophy 
Electrical Technology    Physical Education and Recreation 
English     Physics 
Health      Psychology 
 
 
18 Personnel Files 
 
The personnel file in the Human Resources Office is the only official personnel file of the 
College.  Personnel files shall be deemed confidential insofar as such practice is consistent with 
applicable laws.  A bargaining unit member shall have the right to review his/her own personnel 
file (excluding confidential communications and pre-employment references), at any reasonable 
time, upon request made to the Director of Human Resources and to provide written comment 
as to any material therein contained.  Said review shall take place in the Office of Human 
Resources during the normal business hours of the College. 
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19 Legislative Action 
 
IT IS AGREED BY AND BETWEEN THE PARTIES THAT ANY PROVISION OF THIS 
AGREEMENT REQUIRING LEGISLATIVE ACTION TO PERMIT ITS 
IMPLEMENTATION BY AMENDMENT OF LAW OR BY PROVIDING THE 
ADDITIONAL FUNDS THEREFORE SHALL NOT BECOME EFFECTIVE UNTIL THE 
APPROPRIATE LEGISLATIVE BODY HAS GIVEN APPROVAL. 
 
 
20 Duration of Agreement 
 
Unless otherwise noted in this Agreement, all provisions will be applied as the date of 
ratification by both parties and will remain in effect through August 31, 2007. 
 
 
Dated this 22nd day of April 2005 at Corning, New York 
 
 
CORNING COMMUNITY COLLEGE          PROFESSIONAL EDUCATORS OF 
        CORNING COMMUNITY COLLEGE 
 
 
______________________________         ______________________________ 
Dr. Floyd F. Amann, President          Ernest C. Danforth, President 
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21 Appendix 
 
21.1 Family and Medical Leave Act Policy 
 
Eligible employees have the right under federal law to take a total of 12 weeks of unpaid leave 
during a 12-month period for certain family or personal health care needs (referred to in this policy 
as "FMLA leave").  In situations where both spouses are employed by the College and are eligible 
for FMLA leave for the birth or placement of a child, the amount of FMLA leave available will be 
limited to a total of 12 weeks between them.   FMLA leave is a minimum standard that in some 
respects is better than the College's regular benefits and in other respects less generous.  This policy 
describes your right to obtain FMLA leave and how this leave relates to the College's other 
benefits. 
 
ELIGIBILITY:  You are eligible to take FMLA leave if, at the time you request it, you have been 
employed by the College for at least one year and have worked at least 1250 hours in the preceding 
12-month period. Faculty members who have been employed on a full-time basis for the 12-month 
period preceding the date of the leave request are deemed to be eligible for FMLA leave. 
 
REASONS FOR LEAVE: You may take FMLA leave for any of the following purposes. 
a) The birth of your child or the placement of a child with you either through 
adoption or foster care.   
b) To care for your spouse, parent or child who has a serious health condition 
requiring either inpatient care or continuing care by a health care provider 
for a condition requiring more than three days absence from work or 
school or which otherwise prevents your family member from performing 
daily activities for more than three days. 
c) To care for yourself because of a serious health condition, as described 
above, that prevents you from performing the essential functions of your 
job. 
AMOUNT AND CREDITING OF LEAVE: At the time you request FMLA leave, you are entitled 
to take up to a maximum of 12 work weeks less the total of any FMLA leave you have already 
taken in the previous 12-month period. In situations where both spouses are employed by the 
College and are eligible for FMLA leave for the birth or placement of a child, the amount of FMLA 
leave available will be limited to a total of 12 weeks between them.   Leave for the birth or 
placement of a child must be taken all in one block within one year of the birth or placement.  
Leaves for other purposes may be taken intermittently or on a reduced hours basis but only to the 
extent medically necessary. 
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If at the time you request leave you have accrued vacation or personal leave you will be required to 
exhaust this leave before you can take unpaid family leave.  If you have accrued medical or sick 
leave that can be used for such purposes, you must use this leave first to care for yourself or a 
family member.  Both paid and unpaid leave will count toward your 12 weeks leave allotment.   
 
In addition, leave taken as part of another benefit plan will count as family leave if the reason for 
the leave otherwise meets the standards for FMLA leave (e.g., Workers' Compensation). 
 
DURING THE LEAVE:  While you are on leave, you may continue coverage in the College's 
health insurance plans under the same terms and conditions as active faculty.  Your normal share of 
the plan costs must be paid during your leave time.  If you participate in the College's flexible 
spending plan, you may pay for your anticipated premiums during the leave on a pre-tax basis by 
accelerating your payments and making them out of any paycheck you have earned prior to taking 
the leave.  Other benefits will not normally be continued during the leave.   
 
PROCEDURES:  In general, you must give the College 30 days advance notice before 
commencing family leave.  If this is not practical, you must give as much advance notice as 
possible.  If you are requesting intermittent or reduced hours leave (as opposed to taking all your 
leave in one block), you must schedule the leave, insofar as possible, to minimize disruption to 
your work schedules and assignments.  The College may reassign you to another position having 
equivalent pay and benefits if it will better accommodate your recurring absences for intermittent 
or reduced hours leave. 
 
All leave involving a serious health condition or birth of a child requires medical certification from 
your or your family member's health care provider to substantiate the existence of a condition 
requiring the leave.  In the event you use family leave to care for your own medical condition, your 
health care provider must also certify either that you cannot perform any job or that you cannot 
perform the essential functions of your own job. Medical certification forms are available from the 
Human Resources Office.  The College has the right to obtain a second opinion on the need for you 
to take family leave. 
 
RETURNING TO WORK: When you are able to return to work, the College will restore you to 
your same job or an equivalent position and restore all benefit programs and policies.  Before you 
can return, the College may require you to submit a certificate of fitness from your health care 
provider stating that you are able to resume your regular duties with the College.  If you fail to 
return to work, and there are no extenuating circumstances, the College may require you to pay its 
share of the health care premiums that were made on your behalf during the leave. 
 
MISCELLANEOUS:  The College has the authority and the responsibility to take all steps 
necessary to administer this leave policy, including deciding which absences from work will be 
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charged to FMLA leave.  To the extent consistent with applicable law, the College has the 
responsibility to interpret this policy and to decide any issue not expressly addressed by it.  The 
College may also from time to time and at any time change this policy, provided such changes 
are in accord with applicable law. 
 
Nothing in this FMLA leave policy insulates you from the application of any other College 
policies, e.g., while on family leave, you remain subject to all changes that may occur in the 
College's health insurance plans and are subject to all other employment- related policies of 
general applicability, including layoff. 
 
21.2 No Smoking Policy 
 
In compliance with Article 13-E of the Public Health Law, smoking is prohibited in all indoor 
areas of all buildings under the ownership or contract of the College.  
 
21.3 Affirmative Action Policy 
 
Equal Employment and Equal Educational Opportunity 
 
Corning Community College declares and affirms a policy of Equal Employment and Equal 
Educational Opportunity.  Corning Community College will make all decisions regarding 
admissions and the entire educational process of its students and the recruitment, hiring, 
promotions, and other terms and conditions of employment, without discrimination on the basis 
of race, color, creed or religion, gender, sexual orientation, national origin, age, physical or 
mental disability, or other factors which cannot be lawfully used as the basis for employment or 
educational decisions. 
 
Compliance with Laws 
 
Through its policies and programs, Corning Community College undertakes to comply fully 
with all applicable Federal, State and Local Laws relating to Equal Employment and Equal 
Educational Opportunity and Affirmative Action.  The President of the College has ultimate 
responsibility for Affirmative Action and assigns the operation and implementation of the 
program to the College's designated Affirmative Action Officer.  As such, the Affirmative 
Action Officer is responsible for the maintenance of the written Affirmative Action Plan, chairs 
the Affirmative Action Committee, and is responsible for the maintenance of all necessary 
records needed to comply with federal and state laws governing Affirmative Action programs. 
 
A copy of the Affirmative Action Plan is available in the Human Resources Office. 
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Policy Against Harassment 
 
Unlawful harassment based on race, color, creed or religion, gender, sexual orientation, national 
origin, age, physical or mental disability, or any other protected status is strictly prohibited by 
Corning Community College.  Corning Community College is committed to maintaining an 
educational and work environment that is free of any harassment and to fostering positive 
business and personal conduct so that everyone, including students, employees, and visitors, is 
treated with respect and dignity in a non-discriminatory environment.   
 
This policy applies to all employees, students, visitors, and other persons who conduct business 
with the College.  Any incident of harassment should be reported to the College's Affirmative 
Action Officer immediately, regardless of who the offender is.  College employees are obligated 
to report all incidents of discrimination and harassment of which they become aware to the 
Affirmative Action Officer. 
 
Harassment of individuals for reasons of race, color, creed or religion, gender, sexual 
orientation, national origin, age, physical or mental disability, or any other protected status is a 
form of unlawful discrimination.  The most well known type of harassment today is sexual 
harassment.   
 
There are two types of sexual harassment: "Quid Pro Quo" and "Hostile Environment."   
 
"Quid Pro Quo" harassment includes unwelcome sexual advances, requests for sexual favors, 
and other physical conduct of a sexual nature when: 
1. Submission to such conduct is made, either explicitly or implicitly, a term or condition 
of an individual's academic success or employment; or 
2. Submission to or rejection of such conduct by an individual is used as the basis for 
academic or personnel decisions affecting the individual. 
 
Examples of "Quid Pro Quo" sexual harassment include: 
1. Any uninvited or unwelcome physical contact, including touching, petting, pinching, 
persistent brushing up against another individual's body, etc. 
2. Any suggestion to an individual that sexual favors or relationships will result in a 
favorable grade, promotion, or other academic or employment opportunity. 
3. Any suggestion or implication to an individual that his/her refusal to provide sexual 
favors or relationships will result in a poor grade, demotion, discipline, discharge, or will 
have an adverse impact on the individual's continued instruction or employment. 
 
"Hostile Environment" sexual harassment occurs when an individual's conduct has the purpose 
or effect of unreasonably interfering with another individual's academic or work performance or 
creating an intimidating, hostile, or offensive academic or working environment.  Examples of 
"Hostile Environment" sexual harassment include: 
1. Sexual innuendos, sexually suggestive comments, offensive language, sexually oriented 
kidding or teasing, gestures, practical jokes, etc. 
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2. Displays of sexually suggestive pictures, magazines, or other objects 
3. Any other conduct that ridicules or humiliates an individual because of his/her gender. 
 
The same general principles that apply to hostile environment sexual harassment also apply to 
harassment on the basis of other factors, such as race, color, creed or religion, national origin, 
age, physical or mental disability, or any other protected status.  Examples of non-sexual hostile 
environment harassment include: 
 
1. Transfer, demotion, or termination of employees on the basis of race, color, creed or 
religion, gender, sexual orientation national origin, age, physical or mental disability, or 
any other protected status. 
2. Interference in or denial of opportunities for educational success on the basis of race, 
color, creed or religion, gender, sexual orientation national origin, age, physical or 
mental disability, or any other protected status. 
3. Unwelcome, offensive, or demeaning comments, slurs, language, jokes, or gestures 
related to or referring to an individual's race, color, creed or religion, gender, sexual 
orientation national origin, age, physical or mental disability, or any other protected 
status. 
4. The presence of books, magazines, pictures, or other objects that may be reasonably 
construed as offensive or demeaning based on race, color, creed or religion, gender, 
sexual orientation national origin, age, physical or mental disability, or any other 
protected status in the workplace where other students or employees may see or find 
them. 
5. Creating or contributing to an intimidating, hostile, or offensive working environment 
on the basis of race, color, creed or religion, gender, sexual orientation national origin, 
age, physical or mental disability, or any other protected status. 
 
Individuals who believe that they have been harassed or otherwise discriminated against in 
violation of this policy should contact the College's Affirmative Action Officer, in accordance 
with the Procedure for Submitting Complaints of Discrimination, Including Harassment and 
Program Accessibility, found in Exhibit 9 of the Personnel Policies of the Regional Board of 
Trustees.  Retaliation against any individual for filing a harassment or discrimination complaint, 
or for assisting or participating in the investigation of such a complaint is illegal and will not be 
tolerated. 
 
 
21.4 Procedure for Submitting Complaints of Discrimination, including 
Harassment and Program Accessibility 
 
Scope: 
The College must comply with Title VII of the Civil Rights Act of 1964, Title IX of the 
Education Amendments of 1972, and Section 504 of the Rehabilitation Act of 1973, the 
Americans with Disabilities Act, and the New York Human Rights Law.  These statutes place 
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an affirmative obligation on the College to maintain a work and study environment free from 
discriminatory harassment, intimidation, ridicule, and insult. 
This Procedure is provided for the resolution of employee, student, or visitor complaints 
alleging unlawful discrimination on the basis of race, color, creed or religion, gender, sexual 
orientation national origin, age, physical or mental disability, or other factors which cannot be 
lawfully used as the basis for an employment or educational decision.   
This Procedure may not be used if a formal complaint has already been filed with a State or 
Federal agency on the same complaint, or if a grievance has been filed under any current labor 
agreement or any internal grievance procedure.  Any investigation or review underway will 
terminate without conclusion if a complaint is filed elsewhere. 
 
Objective: 
The intent and purpose of this Procedure is to provide a mechanism that ensures that a 
complaint of discrimination will be heard and dealt with fairly.  All members of the College 
community, including students, should realize that a charge of discrimination is a serious matter 
that may impact the education or careers of individuals or the College as a whole.  For that 
reason, the College is obligated to investigate all charges and make every effort to keep the 
complainants and respondents informed throughout the course of an investigation.  It is to the 
benefit of all parties involved that such cases be addressed promptly and fairly using whatever 
administrative means are available to avoid the personal and institutional stress which can occur 
in a public hearing.   
To ensure that the complaint procedure processes are fair, the College's Affirmative Action 
Officer and Section 504/ADA Coordinator serves as impartial party whose job is to see that the 
procedure is carried out properly and the rights of both complainant and respondent are 
protected.  Retaliation against any individual for filing a complaint or for assisting or 
participating in the investigation of a complaint is illegal and will not be tolerated.  
 
Procedure: 
 In order for the College to deal effectively with the problems of discrimination and harassment, 
a complaint must be brought forward as soon as possible, preferably within six weeks of the 
alleged act or the discovery of the act.  Delay in coming forward with a valid complaint 
seriously hinders the College’s ability to properly investigate and deal with a potentially serious 
issue.  The proceedings of any investigation are held confidential to every extent possible. 
 
Step 1:  Informal Resolution 
Individuals who believe that they have been discriminated against in violation of the College’s 
Equal Opportunity and Affirmative Action policy should contact the Affirmative Action 
Officer.  College employees are obligated to report all incidents of discrimination and 
harassment of which they become aware to the Affirmative Action Officer. 
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The Affirmative Action Officer is charged by the President of the College with the 
responsibility for advising and providing information to the complainant and respondent, 
investigating complaints, requesting access to pertinent documents, and maintaining a record of 
each case.   The Affirmative Action Officer will seek to resolve the concern on an informal 
basis.  If a mutually agreeable solution is achieved within ten (10) working days, the complaint 
is closed and the file is completed.  Both the complainant and the respondent receive a copy of a 
brief concluding statement.  Complaint records will be kept in a secure file in the Director's 
office. 
If a mutually acceptable solution is not possible at the informal stage, the complainant may 
choose to move to the formal procedure.  The Affirmative Action Officer will assist the 
complainant and respondent through the formal resolution process and the selection of the ad 
hoc subcommittee described below. 
 
Step 2:  Formal Resolution 
Either party may make a written request to the Affirmative Action Officer to have the matter 
reviewed by an ad hoc subcommittee of the Affirmative Action Committee.  The ad hoc 
subcommittee is charged with determining the validity of the complaint, as to whether the 
charges are grounded, ungrounded, or false.  The subcommittee is not responsible for 
recommending penalties.  The President of the College is ultimately responsible for taking 
action on any complaints of discrimination.   
The subcommittee will be composed of three members of the Affirmative Action Committee, 
excluding the Affirmative Action Officer, who is not eligible to serve.  A list of the Affirmative 
Action Committee's current membership may be obtained from the Human Resources Office 
and will be provided to the complainant and the respondent.   
The complainant selects one member, the respondent selects another member, and the third 
member, who will chair the subcommittee, is selected jointly by the previously selected 
members.  The complainant and the respondent must select the subcommittee members within 
five (5) working days of the date that the written request for review was received by the 
Affirmative Action Officer.  If either party fails to select a member, the Affirmative Action 
Officer will make the necessary appointment.  The two selected subcommittee members must 
select the third member within the next two (2) working days. 
The subcommittee will hold closed meetings to review the facts and allegations and will have 
the right to review all relevant information and to interview witnesses or other parties related to 
the complaint.   All parties will have the opportunity to present to the subcommittee their 
respective account and position with respect to the complaint and to review all information 
presented The subcommittee will communicate its written opinion on the validity of the 
complaint to the complainant, the respondent, the Affirmative Action Officer, and the President 
of the College within twenty (20) working days of the receipt of the written complaint. 
Step 3:  Appeals 
If either the complainant or respondent is dissatisfied with the process used to arrive at the 
subcommittee’s opinion, a written appeal may be made to the President of the College.  A letter 
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of appeal must be submitted to the President within five (5) working days of the date of the 
subcommittee's written opinion.   
The President’s decision on the appeal will be communicated to the complainant and the 
respondent within seven (7) working days from the date that the President receives the written 
request for appeal.  The President may uphold the subcommittee’s opinion and proceed to 
prepare a decision or return the opinion to the subcommittee for further deliberations.  An 
appeal may be submitted only once and any further deliberations by the subcommittee must be 
completed and reported to the President within ten (10) working days of the subcommittee's 
receipt of the President's request for further deliberations, at which point the process moves to 
Step 4. 
Step 4:  Decision of the President of the College 
Within fifteen (15) working days of the receipt of the subcommittee’s opinion, the President will 
submit a written decision to the complainant, the respondent, and the Affirmative Action 
Officer. If an appeal has been made and the subcommittee's opinion has been returned for 
further deliberations, the deadline for submission of the President's written decision will be 
within fifteen (15) working days of the date of the President's receipt of the subcommittee's 
second report.  
Where the complaint process reveals that College policy has been violated, the President will 
take the appropriate corrective action, which may be disciplinary, on the matter.  Depending on 
the nature and seriousness of the incident, such disciplinary action may range from a 
verbal/written warning to suspension or termination of employment.  Disciplinary decisions 
may be contested by employing the appropriate grievance procedure. 
Note:  All of the time limits specified above may be extended by mutual agreement 
between the respondent and the complainant. 
 
 
